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This study investigated the factors that influencing job satisfaction among medical 
specialist in public hospital, Southern Malaysia between rewards, management and 
resource availability. A total of 48 questionnaires were personally distributed to the 
respondents in the public hospital within southern areas which are Negeri Sembilan, 
Malacca and Johor. From the 48 questionnaires distributed, 42 questionnaires were 
returned, representing a response rate of 85%. The hypotheses for direct effect were 
tested using multiple regression analysis, and data was also analysed for data 
screening, descriptive, factors and correlation analysis. The result shows that rewards 
and resource availability have influence with job satisfaction while management do 
not have influence with job satisfaction among medical specialists in public hospitals 
in Southern Malaysia. 
Keyword: Job satisfaction, rewards, management, resource availability 
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ABSTRAK 
Kajian ini menyiasat faktor-faktor yang mempengaruhi kepuasan kerja di kalangan 
pakar perubatan di hospital awam, Malaysia Selatan antara penghargaan, pengurusan 
dan ketersediaan sumber. Sebanyak 48 soal selidik diedarkan secara peribadi kepada 
responden di hospital awam di kawasan selatan iaitu Negeri Sembilan, Melaka dan 
Johor. Dari 48 soal selidik yang diedarkan, 42 soal selidik telah dikembalikan, 
mewakili kadar tindak balas sebanyak 85%. Hipotesis untuk kesan langsung diuji 
menggunakan analisis regresi berganda, dan data juga dianalisis untuk penyaringan 
data, deskriptif, faktor dan analisis korelasi. Hasil hubungan menunjukkan ganjaran 
dan ketersediaan sumber mempengaruhi kepuasan kerja manakala pengurusan tidak 
mempengaruhi kepuasan kerja di kalangan pakar perubatan di hsopital awam. 
Kata kunci: Kepuasan kerja, ganjaran, pengurusan, ketersediaan sumber 
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1.1 Background of the Study 
As the world's population increases, the World Health Organizations predicts a 
global shortfall of 12.9 million skilled healthcare workers including midwives, 
nurses and physicians by 2035. The greatest shortfall in South-East Asia and Africa 
indicates 4 7% and 25% of the deficit and the smallest shortfall in the European 
region indicates 1% (Campbell, Dussault, & Buchan, 2013). Therefore, overcoming 
healthcare workforce shortages including recruitment and retention of healthcare 
staff has become a key priority (Campbell, Dussault, & Buchan, 2013). Job 
satisfaction of physicians and nurses has been found to affect quality of care, patient 
satisfaction and turnover (Castle, Engberg, Anderson, & Men, 2007). On the other 
hand, job dissatisfaction is associated with worse patient-provider ratios, longer wait 
times and staff burnout (Gilles, Bumand, & Peytremann, 2014) 
The global healthcare industry is among the most dynamic and rapidly growing 
industries in the world economy. The trend of healthcare system in Malaysia is 
improving year by year. Malaysia provides universal healthcare access to its citizens 
in 2009; hence the healthcare industry employed 160,000 people and will increase to 
a total 340,000 people by 2020 (Malaysia Health Report, 2018). Although there is 
potential surplus in the number of healthcare professionals, the current gap in 
specialist and sub-specialists will continue declining(Organization, 2013). Moreover, 
the facilities in the government hospital will be improved to align with the shortage 
of specialist doctors. The government develop specialised medical manpower by 
combining research, innovation in care and training. Approximately, there are 130 
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Appendix 
Appendix A : Sample ofsurvey materials 
Title: 
Factors That Influencing Job Satisfaction among Medical Surgeon Specialists in 
Public Hospitals in Southern Malaysia 
Dear respected respondents, 
You are invited to participate in this research entitled "Factors That Influencing 
Job Satisfaction among Medical Surgeon Specialists In Public Hospitals in 
Southern Malaysia". Please answer all items in the questionnaire honestly and 
carefully as it will influence the result of the research. Information obtained from this 
questionnaire WILL BE TREATED STRICTLY CONFIDENTIAL and will be used 
solely for academic purposes. Thanks for your time in responding to this 
questionnaire. Your participation is highly appreciated. 
Sincerely, 
Nurul Hanany Binti A Rahman 
Master in Human Resource Management 
University Utara Malaysia 




Section A : Rewards 
Instruction: Please respond to each of the following statement to indicate your level 
of agreement using the scale below. Please tick ( ../ ) in the space provided. 
I-Strongly disagree 2-Disagree 3-Neutral 4-Agree 5-Strongly 
Agree 
Ouestion I 2 3 4 5 
I My cost of living adjustment is sufficient enough to 
support my living. 
2 I feel my current salarv is adeouate to my iob, 
3 I receive merit increment that reflects my productivity 
and contribution in the organization. 
4 My performance bonus reflects my job productivity 
and quality in organization 
5 There are many types of incentives offered by my 
oraanization that motivate my productivity. 
6 Allowance is paid according to mv entitlement. 
7 I do eniov mv allowances. 
8 I get the recognition I deserve when I do a good job. 
9 I have an opportunity for advancement to higher level 
jobs. 
IO I always clear on what are my duties and 
responsibilities. 
I I I have the opportunity to grow and learn new things 
and skill 
12 I have the opportunity to grow and learn new things 
and skill 
13 I received good exoosure of the job challenges. 
14 14.1  received good learning opportunity, 
15 The challenging task given by the organization can 
improve my job qualitv. 
16 Recognition and motivation helps to improve my 
productivity. 
Section B: MANAGEMENT 
Instruction: Please respond to each of the following statement to indicate your level 
of agreement using the scale below. Please tick(../) in the space provided. 
I-Strongly disagree 2-Disagree 3-Neutral 4-Agree 5-Strongly 
Agree 
No Question I 2 3 4 5 
I The working conditions are good and safe. 
2 The organizational structure facilitates teamwork, 
which enhances effective accomplishment of tasks. 
3 Management has created a comfortable work 
environment 
105 
4 My superiors make themselves easily accessible to 
discuss issues nertaininz mv iob and oersonal needs. 
5 My performance is appraised and my progress 
discussed from time to time. 
6 Management treats me like a professional and allows 
me to use my discretion in my job 
standards and expectations to successfully perform 
mviob 
7 I am fully able to utilize my skills, abilities and 
exnerience in mv oresent nosition 
8 I have a clear understanding of oerformance 
Section D : Resource Availability 
Instruction: Please respond to each of the following statement to indicate your level 
of agreement using the scale below. Please tick(.../) in the space provided. 
I -Strongly disagree 2-Disagree 3-Neutral 4-Agree 5-Strongly Agree 
No "ouestion I 2 3 4 5 
I There is adequate space between me and my nearest 
colleague. 
2 My work surface is suitable for me to do my carry 
out mv duties. 
3 I am provided with proper tools and technology to 
oerform mv task. 
4 My working place has all the required features for 
me to carrv out mv iob. 
5 My office equipment's and furniture's are 
maintained on a reuular basis. 
6 I have enough space to store and archive files and 
other vital document safelv. 
7 I am using the latest technology and updated 
machines in mv hosoitals. 
8 Hospital provided employees with advancement 
facilities. 
9 Hospital gives training on the usage of the new 
technoloav and invests to unzrade existinz svstems. 
10 Building in hospital is well maintained by the 
rnanaaement, 
1 1  The health specific resources are available in the 
hospital. (eg: x-ray machine, oxygen system, 
autoclave for sterilization, operating theatre with 
basic equipment, anaesthetic machine.) 
12 The health specific resources are available in the 
hospital. (eg: x-ray machine, oxygen system, 
autoclave for sterilization, operating theatre with 
basic equipment, anaesthetic machine.) 
13 Hospital always keeps the working environment safe 
and hygienic. 
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14 The facilities, equipment and supplies of hospital is 
in good quality. 
15 Hospitals have good work environment and better 
professional employees. 
16 There are enough facilities, additional services 
orovided and medicines in the hospital. 
Section E : Job Satisfaction 
Instruction: Please respond to each of the following statement to indicate your level 
of agreement using the scale below. Please tick (.../) in the space provided. 
I-Strongly disagree 2-Disagree 3-Neutral 4-Agree 5-Strongly Agree 
No Uuestion I 2 3 4 5 
I I am satisfied with recognition for work done. 
2 I am satisfied with the general policies of the 
hospitals. 
3 I have good relationship with co-workers. 
4 I have abilitv to work indeoendentlv and creatively. 
5 I have a good relationship with the head of 
department. 
6 I have a good relationship with top manaaement, 
7 I am satisfied with the salarv I received. 
8 The hospital gave me promotions and benefits 
9. I always have positive feedback and communication 
received from management and seniors. 
JO. I am satisfied with my benefits. 
12. I am satisfied with the condition of my work space. 
13. I have received enough praise for my outstanding 
efforts. 
14. I am happy with the work environment in the 
hosoital 
15 I am satisfied with my wages, working conditions, 
control, and promotion in the hospital 
16 Overall, I am satisfied with my job. 





c:J 30-35 years old 
D 
107 
36-40 years old 
c:J 41-45 years old 
(:] 45 and above 
Q3. Yearly income 
D RMS0,000- RM200,000 
D RM200,000-RM400,000 
D RM400,000 and above 





Q5. Working Experience 
c:J Less than IO years 
(:] 1 1  to 20 years 









Appendix Bl - RELIABILITY TEST (PILOT TEST) 





Cronbach's Standardized Nof 
Aloha Items Items 
.924 .928 16 
s 
a. Listwise deletion based on all variables 
in the procedure. 
Case Processme ummarv 
N % 
Cases Valid 8 100.0 
Excluded' 0 .0 
Total 8 100.0 
Item Statistics 
Std. 
Mean Deviation N 
Al 3 . 13  1.126 8 
A2 2.50 1.069 8 
A3 2.50 1 . 195 8 
A4 2.38 1 . 188 8 
A5 2.63 1.061 8 
A6 3.00 1.309 8 
A7 3.38 1.061 8 
AS 3.38 1.061 8 
A9 3.13 1.458 8 
AIO 3.50 1.069 8 
A 1 1  3.25 1.035 8 
A l2  3.88 1.246 8 
Al3 3.88 .641 8 
A l4  3.88 .991 8 
Al5  3.38 1.302 8 
Al6 4. 13 .641 8 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
Al 48.75 137.643 .327 .928 
A2 49.38 137.411 .359 .926 
A3 49.38 131 .982 .515 .923 
A4 49.50 128.286 .664 .918 
A5 49.25 124.500 .926 .91 1  
A6 48.88 121.839 .830 .913 
A7 48.50 132.286 .580 .921 
AS 48.50 128.286 .755 .916 
A9 48.75 119.643 .809 .914 
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AIO  48.38 127.982 .762 .916 
A l l  48.63 127.982 .790 .915 
A12 48.00 124.571 .770 .915 
A13 48.00 137.143 .666 .920 
AJ4 48.00 129.143 .774 .916 
Al5 48.50 136.857 .295 .930 
A16 47.75 139.929 .476 .923 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
51.88 147.554 12.147 16 
Rewards In Private Hospital 
Case Processmz Summarv Case Processine Summary 
N % N % 
Cases Valid 6 100.0 Cases Valid 6 100.0 
Excluded' 0 .0 Excluded' 0 .0 
Total 6 100.0 Total 6 100.0 
a. Listwise deletion based on all 
variables in the procedure. 
Item Statistics 
Std. 
Mean Deviation N 
Al 3.83 .983 6 
A2 3.67 1.033 6 
A3 3.67 1.033 6 
A4 4.00 1.095 6 
AS 3.50 .837 6 
A6 3.83 .753 6 
A7 4.17 .753 6 
A8 4.17 .753 6 
A9 4.00 .632 6 
AIO 4.50 .548 6 
A l l  4.00 .632 6 
A12 4.17 .408 6 
AJ3 4.00 .632 6 
A14 3.83 .753 6 
Al5 4.00 .632 6 
Al6 4. 17 .408 6 
a. Listwise deletion based on all 
variables in the procedure. 
110 
Item- Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
if Item Variance if Item-Total Multiple Alpha ifltem 
Deleted Item Deleted Correlation Correlation Deleted 
Al 59.67 25.067 -.298 .707 
A2 59.83 18.967 .341 .595 
A3 59.83 17.367 .542 .551 
A4 59.50 18.700 .338 .596 
A5 60.00 17.200 .749 .523 
A6 59.67 20.267 .334 .599 
A7 59.33 21.067 .212 .617 
A8 59.33 19.867 .397 .590 
A9 59.50 22.700 .000 .642 
AlO 59.00 20.800 .400 .598 
All  59.50 19.900 .496 .581 
Al2 59.33 20.267 .725 .578 
A13 59.50 24.300 -.257 .670 
Al4 59.67 20.267 .334 .599 
Al5 59.50 19.900 .496 .581 
Al6 59.33 26.267 -.797 .691 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
63.50 23.100 4.806 16 
Management in Government Hospital 
a. Listwise deletion based on all 
variables in the procedure. 




Cronbach's Standardized N of 
Alpha Items Items 
.921 .929 8 
s c p ase rocessma nmmarv 
N % 
Cases Valid 8 100.0 
Excluded" 0 .0 




Mean Deviation N 
Bl 3.25 1.035 8 
82 3.13 .991 8 
83 3.00 1 . 195 8 
84 3.38 1 . 188  8  
85 3.38 1.188 8 
86 2.88 .835 8 
87 2.25 1.165 8 
88 2.63 1.302 8 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
Bl 20.63 40.839 .750 .910 
82 20.75 40.214 .847 .903 
83 20.88 39.839 .701 .914 
84 20.50 38.571 .804 .905 
85 20.50 38.571 .804 .905 
86 21.00 40.857 .964 .899 
87 21.63 41.6% .584 .923 
88 21.25 40.500 .582 .926 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
23.88 51.839 7.200 8 





Cronbac Standardized Nof 
h's Alpha Items Items 
.950 .944 8 
c p s ase rocessma ummarv 
N % 
Cases Valid 6 100.0 
Excluded" 0 .0 
Total 6 100.0 
a. Lisrwise deletion based on all variables 




Mean Deviation N 
Bl 3.67 l.033 6 
82 4.00 1.095 6 
83 3.67 1.366 6 
84 3.33 1.506 6 
85 3.67 1.033 6 
86 3.67 1.033 6 
87 3.50 1.378 6 
88 4.17 .753 6 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
Bl 26.00 50.000 .959 .935 
82 25.67 51.867 .761 .946 
83 26.00 45.600 .954 .933 
84 26.33 43.467 .974 .932 
85 26.00 50.800 .897 .939 
86 26.00 50.800 .897 .939 
87 26.17 46.567 .882 .939 
88 25.50 62.300 .185 .971 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
29.67 65.067 8.066 8 
Resource Availability in Government Hospital 
a. Listwise deletion based on all 
variables in the procedure. 
Reliabilitv Statistics 





Cases 8 100.0 Cronbach's Standardized Nof 
Excluded" 0 .0 Aloha Items Items 





Mean Deviation N 
Cl 3.63 .518 8 
C2 3.38 1.061 8 
C3 3.38 1.061 8 
C4 3.00 1.309 8 
C5 2.75 1.035 8 
C6 3.00 1.069 8 
C7 2.63 1.061 8 
cs 2.75 1.035 8 
C9 3.00 1.069 8 
CIO 3.00 1.069 8 
Cl I 3.63 .744 8 
C12 2.75 1.035 8 
Cl3 3.25 .463 8 
C14 2.88 .835 8 
C15 2.75 1.282 8 
C16 2.75 1 .165 8 
Item- Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
if Item Variance if Item-Total Multiple Alpha ifltem 
Deleted Item Deleted Correlation Correlation Deleted 
Cl 44.88 175.839 .637 .973 
C2 45.13 161.554 .823 .970 
C3 45.13 159.268 .914 .968 
C4 45.50 154.857 .868 .969 
C5 45.75 162.786 .795 .970 
C6 45.50 160.571 .854 .969 
C7 45.88 161.554 .823 .970 
cs 45.75 160.214 .900 .968 
C9 45.50 158.000 .957 .968 
ClO 45.50 158.000 .957 .968 
CJ 1 44.88 171.268 .669 .972 
CI2 45.75 161.071 .865 .969 
CJ3 45.25 178.214 .520 .974 
CI4 45.63 165.982 .845 .970 
CI5 45.75 155.357 .872 .969 




Mean Variance Deviation Items 
48.50 184.857 13.596 16 





Cronbach's Standardized Nof 
Aloha Items Items 
.877 .939 16 
c p s 
a. Listwise deletion based on all 
variables in the procedure. 
Item Statistics 
ase rocessme: ummarv 
N % 
Cases Valid 6 100.0 
Excluded" 0 .0 
Total 6 100.0 
Std. 
Mean Deviation N 
Cl 4.50 .548 6 
C2 4.50 .548 6 
CJ 4.50 .548 6 
C4 4.67 .516 6 
C5 4.67 .516 6 
C6 4.50 .548 6 
C7 4.67 .516 6 
C8 4.33 .816 6 
C9 3.83 1.472 6 
CIO 4.00 1.095 6 
Cl I 4.50 .548 6 
C12 4.33 .816 6 
CI3 4.67 .516 6 
Cl4 4.67 .516 6 
C15 4.67 .516 6 
C!6 4.67 .516 6 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
Cl 67.17 41.367 .539 .870 
C2 67.17 41.367 .539 .870 
C3 67.17 41.367 .539 .870 
C4 67.00 39.600 .862 .860 
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cs 67.00 39.600 .862 .860 
C6 67.17 41.367 .539 .870 
C7 67.00 39.600 .862 .860 
CB 67.33 43.467 .124 .889 
C9 67.83 40.567 .146 .916 
CIO 67.67 40.267 .288 .889 
Cl I 67.17 38.967 .907 . .858 
Cl2 67.33 38.667 .604 .866 
Cl3 67.00 39.600 .862 .860 
Cl4 67.00 39.600 .862 .860 
Cl5  67.00 39.600 .862 .860 
Cl6 67.00 39.600 .862 .860 
Scale Statistics 
Std. N of 
Mean Variance Deviation Items 
71.67 45.467 6.743 16 





Cronbac Standardized N of 
h's Aloha Items Items 
.882 .875 15 
c p s ase rocessma ummarv 
N % 
Cases Valid 8 100.0 
Excluded' 0 .0 
Total 8 100.0 
a. Listwise deletion based on all variables 
in the procedure. 
Item Statistics 
Std. 
Mean Deviation N 
DI 3.63 1.188 8 
02 3.38 1.302 8 
03 4.00 .756 8 
04 3.88 1.246 8 
05 3.88 .835 8 
06 3.63 .916 8 
07 2.63 1.061 8 
08 2.50 1.195 8 
09 3.13 .991 8 
DJO 2.63 1.061 8 
DI I 2.75 1.035 8 















Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
DI 45.38 86.268 .817 .861 
02 45.63 86.554 .721 .865 
03 45.00 104.286 .056 .890 
04 45.13 87.839 .699 .867 
05 45.13 93.839 .691 .870 
D6 45.38 94.554 .579 .873 
07 46.38 93.982 .5 16 .875 
08 46.50 93.143 .483 .877 
09 45.88 100.696 .203 .887 
010 46.38 95.125 .457 .878 
DI 1 46.25 96.786 .386 .881 
012 45.88 94.125 .472 .877 
013 45.63 83.982 .839 .859 
014 45.88 86.411 .766 .863 
015 45.63 95.411 .338 .885 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
49.00 105.714 10.282 15 
Job Satisfaction in Private Hospital 




Cronbac Standardized N of 
h's Alpha Items Items 
.948 .958 15  
c p s 
a. Listwise deletion based on all 
variables in the procedure. 
Item Statistics 
ase rocesstn2 ummarv 
N % 
Cases Valid 6 100.0 
Excluded' 0 .0 
Total 6 100.0 
Std. 
Mean Deviation N 
DI 4.33 .816 6 
02 4.33 .516 6 
03 4.67 .516 6 
D4 4.67 .516 6 
05 4.67 .516 6 
06 4.50 .548 6 
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07 4.67 .516 6 
08 4.17 1.169 6 
09 4.67 .516 6 
010 4.67 .516 6 
DI I 4.50 .548 6 
012 4.00 .632 6 
013 4.33 .516 6 
014 4.33 .816 6 
015 4.33 .816 6 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
DI 62.50 46.300 .864 .941 
02 62.50 51.100 .704 .946 
03 62.17 51.367 .666 .946 
04 62.17 51.367 .666 .946 
05 62.17 51.367 .666 .946 
06 62.33 48.667 .995 .940 
07 62.17 51.367 .666 .946 
08 62.67 44.267 .703 .952 
09 62.17 51.367 .666 .946 
010 62.17 51.367 .666 .946 
DI I 62.33 48.667 .995 .940 
012 62.83 50.967 .576 .948 
013 62.50 51.100 .704 .946 
014 62.50 46.300 .864 .941 
015 62.50 46.300 .864 .941 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
66.83 56.567 7.521 15 
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Appendix B2.1- FACTOR ANALYSIS (JOB SA TISACTION) 
Communalities 
Sig. 
KMO and Bartlett's Test 
Approx. Chi-Square 
df 
Kaiser-Mcyer-Olkin Measure of Sampling 
Adequacy. 








DI 1.000 .874 
02 1.000 .743 
03 1.000 .866 
04 1.000 .819 
05 1.000 .876 
06 1.000 .797 
07 1.000 .727 
08 1.000 .861 
09 1.000 .918 
0 1 0  1.000 .914 
DI I 1.000 .738 
012 1.000 .593 
013 1.000 . 8 1 1  
0 1 4  1.000 .941 




E Total Variance xplained 
Extraction Sums of Rotation Sums of Squared 
Initial Eigenvalues Squared Loadings Loadinzs 
Com %of Cumul %of Cumul %of 
pone Varianc ative Varian ative Varianc Cumulat 
nt Total e % Total ce % Total e ive% 
I 9.415 62.766 62.766 9.415 62.766 62.766 4.800 32.000 32.000 
2 1.656 11.042 73.808 1.656 11.042 73.808 3.719 24.793 56.793 
3 1.090 7.268 81.076 1.090 7.268 81.076 3.643 24.284 81.076 
4 .859 5.725 86.801 
5 .612 4.083 90.884 
6 .528 3.519 94.403 
7 .252 1.681 96.084 
8 .196 1.310 97.393 
9 . 151  1.004 98.397 
10 .109 .725 99.122 
I I  .062 .416 99.538 
12 .033 .218 99.756 
13 .029 .192 99.948 
14 .006 .042 99.990 
15 .002 .010 100.000 









"' iii 4 
2 
0 
2 3 4 5 6 7 8 9 10 11 12 13 14 15 
Component Number 
C t M  trix" omponen a n  
Component 
I 2 3 
014 .913 -.275 -.179 
013 .882 -.150 
09 .846 .449 
Oil .833 -.203 
06 .831 .299 .129 
DI .820 -.443 
05 .817 .428 .157 
02 .812 -.278 
08 .808 -.421 -.180 
DIS .758 -.312 -.109 
04 .749 .501 
010 .735 -.406 .457 
07 .715 -.265 .382 
012 .715 -.278 
03 .594 .693 .182 
Extraction Method: Principal 
Component Analysis. 
a. 3 components extracted. 
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Appendix B2.2: FACTOR ANALYSIS 
(REWARDS) 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 










Al 1.000 .570 
A2 1.000 .657 
A3 1.000 .861 
A4 1.000 .789 
AS 1.000 .919 
A6 1.000 .787 
A7 1.000 .848 
AS 1.000 .864 
A9 1.000 .634 
AIO 1.000 .792 
Al I 1.000 .650 
Al2  1.000 .560 
Al3  1.000 .800 
Al4 1.000 .703 
Al5  1.000 .840 










E I . ed Total Variance xmam 
Extraction Sums of Rotation Sums of 
Initial Eigenvalues Squared Loadings Squared Loadings 
%of %of Cumul %of Cumul 
Comp Varianc Cumulat Varian alive Varianc ative 
onent Total e ive% Total ce % Total e % 
I 3.854 24.085 24.085 3.854 24.085 24.085 2.925 18.283 18.283 
2 2.542 15.888 39.973 2.542 15.888 39.973 2.383 14.893 33.176 
3 1.685 10.533 50.506 1.685 10.533 50.506 2.058 12.865 46.041 
4 1.434 8.961 59.467 1.434 8.961 59.467 1.622 J0.140 56.181 
5 1.319 8.242 67.709 1.319 8.242 67.709 1.487 9.294 65.415 
6 1.083 6.768 74.477 1.083 6.768 74.477 1.440 9.002 74.477 
7 .870 5.437 79.914 
8 .803 5.020 84.934 
9 .590 3.685 88.619 
10 .522 3.264 91.883 
1 1  .406 2.535 94.419 
12 .275 1.720 96.139 
13 .222 l.387 97.526 
14 .163 1.016 98.542 
15 . 131  .820 99.361 
16 .102 .639 100.000 












2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 
Component Number 
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C tM tri a omnonen a nx 
Component 
I 2 3 4 5 6 
A3 .838 -.230 .103 .285 .122 
A7 .814 .232 -.213 -.278 
AS .701 .235 -.451 .213 -.206 -.162 
A4 .694 -.256 .484 
A9 .631 .202 -.395 -.187 
A5 .491 -.100 .369 .491 .446 .302 
A12 .721 .129 .124 
Al5 .656 .104 -.260 .568 
Al4 .652 .315 .244 -.339 
Al6 -.209 .585 -.242 -.147 .410 
Al3 .528 .484 -.136 -.507 
Al .153 .362 -.508 .386 
All  .478 .215 -.483 -.220 .303 
A6 .228 . 1 18  .758 -.270 .265 
A2 .483 -.200 .175 -.535 .250 
AIO .582 .220 .108 -.180 -.595 
Extraction Method: Principal Component Analysis. 
a. 6 components extracted. 
• • M d C  R  otate omoonent atrix 
Corm onent 
I 2 3 4 5 6 
A4 .841 .263 
A3 .785 .355 -.321 .102 
A5 .714 .203 -.307 - . 1 19 .508 
A7 .702 .333 .363 .311 
A2 .599 .128 -.185 .248 -.422 
AS .151 .780 .448 .169 
A9 .217 .732 .203 
Al -.131 .658 .107 -.280 . 15 1  
All  .151 .648 .248 -.239 -.295 
Al5 . 1 1 1  .856 -.211 -.196 
A14 -.126 .754 .133 .301 
A12 -.185 .157 .644 .202 .198 
Al3 .200 .834 .186 .130 
Al6 -.153 .107 .339 .607 -.354 
AIO .236 .213 .153 .816 
A6 .158 .868 
Extraction Method: Principal Component Analysis. 
Rotation Method: Varimax with Kaiser Normalization.' 
a. Rotation converged in 15 iterations. 
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Appendix 82.3- FACTOR ANALYSIS (MANAGEMENT) 
KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 









Bl 1.000 .798 
82 1.000 .711  
83 1.000 .860 
84 1.000 .712 
85 1.000 .643 
86 1.000 .781 
87 1.000 .772 








Total Variance Explained 
Extraction Sums of Rotation Sums of 
Initial Eigenvalues Squared Loadings Squared Loadings 
Cu 
%of %of %of mu! 
Compon Varian Cumulat Varia Cumulat Varian ativ 
ent Total ce ive% Total nee iveo/o Total ce e %  
I  
4.659 58.236 58.236 4.659 
58.23 




l.302 16.281 74.517 1.302 
16.28 
74.517 2.836 35.447 
74. 
I 517 
3 .724 9.054 83.571 
4 .506 6.322 89.893 
5 .324 4.050 93.942 
6 .252 3.153 97.095 
7 .144 1.804 98.899 
8 .088 I . IOI  100.000 











"' iii 2 






87 .855 .204 
88 .825 
83 .736 .565 
85 .696 .399 
84 .689 .486 
Bl .892 
82 .175 .825 
86 .425 .775 




86 .837 -.283 
84 .837 .108 
85 .783 .176 
87 .767 .428 
82 .686 -.490 
Bl .644 -.619 









Varimax with Kaiser 
Normalization.• 
a. Rotation converged in 3 
iterations. 
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Appendix B2.4- FACTOR ANALYSIS (RESOURCE AVAILABILITY) 
Commonalities 




Kaiser-Meyer-Olkin Measure of 
Sampling Adequacy. 









Cl 1.000 .846 
C2 1.000 .865 
CJ 1.000 .784 
C4 1.000 .677 
C5 1.000 .882 
C6 1.000 .942 
C7 1.000 .821 
cs 1.000 .752 
C9 1.000 .842 
CIO 1.000 .868 
Cl I 1.000 .882 
Cl2 1.000 .785 
CB 1.000 .840 
Cl4 1.000 .799 
Cl5 1.000 .762 
E I . ed T I V  .  ota araance xmam 
Rotation Sums 
Extraction Sums of of Squared 
Initial Eigenvalues Squared Loadings Loadings 
%of Cumul %of Cum %of Cumul 
Comp Varianc ative Varian ulativ Varianc ative 
onent Total e % Total ce e %  Total e % 
1 8.071 53.807 53.807 8.071 53.807 53.807 3.322 22.146 22.146 
2 1.661 11.073 64.880 1.661 11.073 64.880 3.064 20.425 42.570 
3 1.381 9.204 74.085 1.381 9.204 74.085 3.o48 20.319 62.890 
4 1.234 8.226 82.310 1.234 8.226 82.310 2.913 19.420 82.310 
5 .666 4.443 86.753 
6 .440 2.934 89.687 
7 .349 2.324 92.011 
8 .328 2.187 94.198 
9 .238 1.584 95.782 
10 .203 1.350 97.133 
1 1  . 180 1.198 98.330 
12 .121  .804 99.134 
13 .083 .550 99.685 
14 .036 .239 99.924 
15 .011  .076 100.000 









"' iii • 
0 
2 3 4 5 6 7 8 9 10 11 12 13 14 15 
Component Number 
. . 
M c omnonent atnx 
Com ionent 
l 2 3 4 
Cl3 .905 -.131 
C14 .857 .249 
C5 .798 -.295 -.396 
C4 .776 - . 1 14  -.244 
cs .768 .162 -.225 -.292 
C15 .756 .342 .268 
C12 .755 .292 .354 
C7 .741 -.198 -.482 
C9 .704 .558 -.122 -.140 
Cl 1 .689 .334 .430 .333 
C6 .680 -.336 -.505 .334 
C2 .678 -.273 .318 -.478 
C3 .672 -.252 -.324 .406 
CI .609 -.419 .546 
ClO .533 .760 
Extraction Method: Principal Component 
Analysis. 
a. 4 components extracted. 
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• a 
M d C  R  otate omoonent atrix 
Component 
I 2 3 4 
C2 .856 .358 
C7 .834 .203 .264 .120 
C4 .644 .283 .352 .240 
Cl3 .581 .465 .417 .335 
C8 .572 .552 .343 
CIO .918 .155 
C9 .305 .840 .159 .133 
Cl4 .361 .625 .377 .370 
C6 . 171 .IOI .938 .150 
C3 .103 .136 .814 .305 
C5 .454 .185 .788 .147 
Cl I .524 .774 
Cl2 . 191 .229 .361 .752 
Cl .490 -.172 .120 .749 
C!5 .253 .248 .282 .746 
Extraction Method: Principal Component 
Analysis. 
Rotation Method: Varimax with Kaiser 
Normalization.' 
a. Rotation converged in 8 iterations. 
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Appendix BJ: RELIABILITY TEST (AFTER FACTOR ANALYSIS) 
JOB SATISFACTION 
Reliabilitv Statistics 




Cases Valid 42 100.0 Cronbach's Standardized Nof 
Excluded" 0 .0 Aloha Items Items 
Total 42 100.0 .955 .957 15 
a. Listwise deletion based on all 
variables in the procedure. 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
if Item Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
DI 52.86 113.589 .789 .951 
02 53.02 113.195 .777 .951 
03 52.69 119.877 .527 .956 
04 52.64 116.040 .700 .953 
05 52.69 114.999 .778 .951 
06 52.98 114.463 .796 .951 
07 53.17 112.972 .676 .954 
08 53.38 108.339 .774 .952 
09 52.93 115.922 .823 .951 
010 53.00 114.098 .697 .953 
DI I 53.07 114.263 .806 .951 
012 53.21 117.197 .671 .953 
013 53.05 111.949 .860 .949 
014 53.17 110.728 .901 .948 
015 53.14 111.979 .723 .953 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
56.79 130.416 11.420 15  
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REWARDS 
II ed Listwis deleti 
Reliabililv Statistics 
Case Processlns Summarv Cronbach's 
N % Alpha Based 
Cases Valid 42 100.0 on 
Excluded" 0 .0 
Cronbach's Standardized Nof 
Aloha Items Items 
Total 42 100.0 
.716 .721 16 
a. e ion bas ona 
variables in the procedure. 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
ifltem Variance if Item-Total Multiple Alpha ifltem 
Deleted Item Deleted Correlation Correlation Deleted 
Al 60.60 20.344 .170 .374 .714 
A2 60.86 18.808 .238 .540 .713 
A3 60.98 I 7.097 .492 .809 .679 
A4 60.69 18.024 .419 .692 .690 
AS 60.93 18.507 .346 .716 .699 
A6 60.74 20.247 .083 .497 .724 
A7 60.74 16.442 .634 .778 .660 
AS 60.52 18.499 .498 .758 .687 
A9 60.60 18.686 .450 .674 .691 
AJO 60.60 18.393 .429 .490 .691 
Al 1 60.83 19.020 .356 .509 .699 
Al2 60.48 19.914 .231 .512 .710 
Al3 60.67 19.593 .252 .565 .708 
Al4 60.60 19.418 .190 .434 .716 
Al5 60.93 18.507 .249 .601 .713 
Al6 60.69 20.316 .029 .412 .736 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
64.76 21.064 4.590 16 
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MANAGEMENT 
Case Proeessinz Summarv 
N % 
Cases Valid 42 100.0 
Excluded" 0 .0 
Total 42 100.0 
a. Listwise deletion based on all 





Cronbach's Standardized N of 
Aloha Items Items 
.893 .893 8 
Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
if Item Variance if Item-Total Multiple Alpha if Item 
Deleted Item Deleted Correlation Correlation Deleted 
Bl 25.64 23.357 .520 .580 .892 
82 25.57 22.592 .575 .717 .888 
83 25.81 18.890 .885 .818 .856 
84 25.64 20.235 .768 .653 .870 
85 25.74 21.125 .698 .730 .877 
86 25.86 21.003 .757 .799 .872 
87 26.14 19.394 .704 .733 .878 
88 25.76 22.430 .485 .663 .897 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
29.45 27.181 5.214 8 
RESOURCE AVAILABILITY 
Case Prccessina Summarv 
N % 
Cases Valid 42 100.0 
Excluded' 0 .0 
Total 42 100.0 
a. Listwise deletion based on all 





Cronbac Standardized Nof 
h's Aloha Items Items 
.935 .937 15 
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Item-Total Statistics 
Scale Mean Scale Corrected Squared Cronbach's 
if Item Variance if Item-Total Multiple Alpha ifltem 
Deleted Item Deleted Correlation Correlation Deleted 
CJ 53.12 87.668 .535 .915 .934 
C2 53.00 87.268 .616 .903 .933 
C3 53.14 86.028 .619 .865 .933 
C4 53.00 84.098 .726 . 7 1 1  .930 
C5 53.43 80.251 .755 .957 .929 
C6 53.24 84.625 .627 .959 .932 
C7 53.21 83.538 .683 .872 .931 
cs 53.48 80.938 .730 .795 .929 
C9 53.43 81.373 .672 .754 .931 
CIO 53.50 85.573 .492 .826 .936 
Cl I 53.05 86.827 .652 .916 .932 
Cl2 53.14 84.467 .704 .925 .930 
CB 53.31 80.024 .886 .959 .925 
CJ4 53.24 78.479 .832 .794 .926 
Cl5 53.38 80.046 .700 .767 .931 
Scale Statistics 
Std. Nof 
Mean Variance Deviation Items 
57.05 95.315 9.763 15 
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AppendixB4- NORMALITY TEST 
Statistics 
MEAN A MEANB MEANC MEAND 
N Valid 42 42 42 42 
Missing 0 0 0 0 
Std. Error of Mean .08956 .13472 .12913 .12049 
Std. Deviation .58039 .87306 .83685 .78084 
Skewness -1.662 -.729 -.797 -.267 
Std. Error of 
.365 .365 .365 .365 
Skewness 
Kurtosis 3.693 1.217 .956 .077 
Std. Error of 
.717 .717 .717 .717 
Kurtosis 
Minimum 1.75 1.00 1.40 1.87 
Maximum 4.44 5.00 5.00 5.00 















std. Dev.= .781 
N=42 















Std. Dev.= .56 
N=42 




Normality Test (Manageme111) 
MEANB 
Mean =3.43 
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Appendix BS- LINEARITY TEST 
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Appendix B6- HOMOSCEDASTICITY TEST 
Scatterplot 
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Appendix B7- MULTICOLLINEARITY ASSESSMENT OF TOLERANCE 
AND VIF V ALOES 
Collinearity Statistics 
Model Tolerance VIF 
I (Constant 
) 
MEAN A .958 1.044 
MEANB .888 1.126 
MEANC .868 1.152 
a. Dependent Variable: MEAND 
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Appendix B8---DESCRIPTIVE STATISTIC OF THE VARIABLES 
Descrintive Statistics 
MEAN A MEANB MEANC ME AND 
N Valid 42 42 42 42 
Mean 4.0476 3.6815 3.8032 3.7857 
Median 4.0000 3.9375 3.8000 3.8000 
Mode 4.00 3.38" 4.oo• 4.00 
Std. Deviation .28685 .65169 .65086 .76133 
Minimum 3.25 2.38 2.53 1.87 
Maximum 4.75 5.00 5.00 5.00 
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Appendix B9-CORRELATION OUTPUT 
Correlations 
MEAN A MEANB MEANC MEAND 
MEAN Pearson 
I .126 .195 .409 •• 
A Correlation 
Sig. ( I-tailed) .213 .108 .004 
N 42 42 42 42 
MEAN Pearson 
.126 I .328' .292' 
B Correlation 
Sig. (I-tailed) .213 .017 .030 
N 42 42 42 42 
MEAN Pearson 
.195 .328' I .752" 
c Correlation 
Sig. ( I-tailed) .108 .017 .000 
N 42 42 42 42 
MEAN Pearson .409" .292' .752" I 
D Correlation 
Sig. (I-tailed) .004 .030 .000 
N 42 42 42 42 
**. Correlation is significant at the 0.0 l level ( I-tailed). 
*. Correlation is significant at the 0.05 level (I-tailed). 
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Appendix BlO- MULTIPLE REGRESSION OUTPUT (REW ARDS, 
RESOURCE AVAILABILITY AND JOB SATISFACTION) 
Variables Entered/Removed" 
Variables Variables 
Model Entered Removed Method 
I MEANC, 
MEAN A, Enter 
MEANBb 
a. Dependent Variable: MEAND 
b. All requested variables entered. 
b M d  I S  o  e  umma, 
AdjustedR Std. Error of the Durbin- 
Model R R Square Sauare Estimate Watson 
I .798" .637 .609 .47629 1.595 
a. Predictors: (Constant), MEANC, MEANA, MEANS 
b. Dependent Variable: MEAND 
ANOVA" 
Sum of 
Model Squares df Mean Square F Sig. 
I Regression 15.144 3 5.048 22.253 .000° 
Residual 8.620 38 .227 
Total 23.765 41 
a. Dependent Variable: MEAND 




Unstandardized Coefficie Collinearity 
Coefficients nts Statistics 
Std. Toleranc 
Model B Error Beta t Sig. e VIF 
I (Const 
-2.321 1.102 -2.107 .042 
ant) 
MEA 
.718 .265 .271 2.711 .010 .958 1.044 
NA 
MEA 
.038 .121 .032 .310 .758 .888 1.126 
NB 
MEA 
.805 .123 .688 6.563 .000 .868 1.152 
NC 
a. Dependent Variable: MEAND 
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